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The Kirkpatrick Model is one of the most widely recognized frameworks for 

evaluating the effectiveness of training and development programs.  

This model evaluates training across four levels: Reaction, Learning, 

Behavior, and Results.  

Each level helps to measure a different aspect of the learning process and 

outcomes, giving organizations a comprehensive view of the impact of their 

L&D initiatives. 

Here’s a detailed checklist to evaluate your training program using the 

Kirkpatrick Model: 

 

1. Level 1: Reaction – How did participants react to the 
training? 
 

The first level measures the participants' satisfaction with the training 

experience.  

Were they engaged? Did they find the content useful?  

This level focuses on participant feedback, which helps identify if the 

program was engaging and met their expectations. 

 

Checklist for Level 1 (Reaction): 

• Did participants find the training relevant to their roles? 

• Were the objectives of the training clearly communicated? 

• Did the learning environment foster engagement and interaction? 

• Did the trainers effectively deliver the content? 
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• Was the training material easy to understand and useful? 

• Did participants feel encouraged to share feedback and ask 

questions? 

• Were the training tools and resources (such as presentations, videos, 

and exercises) engaging? 

• Did participants believe the training was a good use of their time? 

 

Action Plan: 

• Collect participant feedback through surveys or informal interviews. 

• Assess feedback to identify areas for improvement in training design 

or delivery. 

• Make adjustments to ensure higher engagement and satisfaction in 

future sessions. 
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2. Level 2: Learning – What did participants learn? 
 

The second level measures the degree to which participants have gained 

knowledge or skills from the training program.  

This is the most common evaluation level and focuses on knowledge 

retention and the ability to apply learned concepts. 

 

Checklist for Level 2 (Learning): 

• Are participants demonstrating a better understanding of the 

concepts taught? 

• Have the learning objectives been met? 

• Were participants able to retain and recall the knowledge? 

• Are participants able to demonstrate newly acquired skills? 

• Have participants made connections between the training material 

and their day-to-day work? 

• Were assessments (such as quizzes or practical exercises) conducted 

to gauge learning progress? 

• Was there a significant improvement in the learners' pre- and post-

training assessments? 

 

Action Plan: 

• Conduct pre- and post-training assessments to measure knowledge 

gain. 

• Use interactive methods like quizzes, group activities, and case 

studies to reinforce learning. 
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• Review results to ensure knowledge transfer and determine areas 

where learners may require additional support. 
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3. Level 3: Behavior – How is learning being applied on 
the job? 
 

At this level, the focus shifts to how participants are applying what they’ve 

learned to their actual jobs. This step measures behavior change and how 

well the learning is being transferred into the workplace. 

 

Checklist for Level 3 (Behavior): 

• Are participants applying the new skills or knowledge in their roles? 

• Is there noticeable behavior change in how participants approach 

their tasks? 

• Are employees confident in applying the skills or knowledge gained 

during training? 

• Are there any obstacles preventing participants from applying their 

new skills (e.g., lack of resources, time constraints)? 

• Are managers observing a change in employee performance post-

training? 

• Is the application of learning being tracked and reviewed? 

• Have the employees received feedback on their progress and areas of 

improvement? 

• Have they had opportunities to practice and reinforce what they 

learned on the job? 
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Action Plan: 

• Use observation, feedback from managers, and performance metrics 

to track behavior change. 

• Schedule follow-up assessments or check-ins with participants and 

their managers. 

• Offer additional resources or support if employees are struggling to 

apply their learning. 

• Encourage peer collaboration and feedback to reinforce new 

behaviors. 
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4. Level 4: Results – What impact did the training have 
on the organization? 
 

The final level of the Kirkpatrick Model measures the ultimate impact of the 

training on the organization. This level looks at tangible and intangible 

outcomes such as improved productivity, increased efficiency, cost savings, 

and employee satisfaction. 

 

Checklist for Level 4 (Results): 

• Has there been an increase in employee performance and 

productivity? 

• Have the company’s KPIs, such as sales, customer service, or 

efficiency, improved as a result of the training? 

• Did the training help in achieving business objectives or solving key 

organizational problems? 

• Are there measurable improvements in team performance or project 

success rates? 

• Has the organization realized a positive ROI from the training (e.g., 

increased profits, cost reduction)? 

• Are there measurable improvements in employee engagement, 

retention, or job satisfaction? 

• Did the training lead to a decrease in errors or rework? 

• Has there been any positive impact on customer satisfaction or client 

outcomes? 
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Action Plan: 

• Use company-wide performance metrics, productivity reports, and 

other organizational data to assess training results. 

• Compare pre- and post-training performance levels to identify 

improvements. 

• Work with leadership to ensure alignment between training and 

strategic business goals. 

• Quantify ROI by calculating cost savings, increased revenue, or 

improved operational efficiencies resulting from the training. 
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Summary: 
 

The Kirkpatrick Model provides a robust framework for evaluating the 

effectiveness of learning and development initiatives.  

By measuring reaction, learning, behavior, and results, organizations can 

determine the success of their training programs and identify areas for 

improvement.  

The Kirkpatrick Model Evaluation Checklist is an essential tool for 

ensuring that training initiatives are impactful, aligned with business goals, 

and delivering tangible outcomes. 

 

To use this checklist effectively: 

• Start by assessing reactions to training to ensure that employees 

were engaged and satisfied. 

• Measure learning through assessments or tests to gauge knowledge 

retention. 

• Monitor behavior to see how well employees are applying their new 

skills. 

• Finally, analyze the results to see how the training has benefited the 

organization as a whole. 

 

By following this comprehensive approach, your organization can improve 

training effectiveness, increase employee performance, and ultimately 

achieve its business objectives. 
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